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Abstract 

Every year, executives from the United Stat.es are sent overseas to conduct business in Gennany. Yet far too often 
these executives or expatriates return.home early:. One reason why so many expatriates are unsuccessful overseas is 
the lack of sufficient cross-cultural training before departure. Consequently, the purpose of this research was to 
further understand the need for effective cross-cultural training and to-evaluate existing cross-cultural training 
programs for Germany. In order to gather the data, a web-based survey questionnaire was administered to over 200 
organizations from the mid-west that conduct business with Germany. The survey included 11 questions exploring 
why the company sends executives to Germany and if the company prepares the executives with a cross-cultural 
training program.before.departure. Ifa pre-departure ttairungprogram was offered, the survey also examined who 
conducted the training, the components included within the training, and the effectiveness of the training. Finally, 
the ~y gathered information regarding Gennan business practices and overall cultural differences considered 
most important by the organizations. According to the results, the majority of organizations (61.8%) did not 
provide cross-cultural training programs, 88.9% of organizations indicated that 0-25% of expatriates return early and 
most respondents cited "direct vs. indir.ect communication" as the number one business practice to understm,d 
before conducting business in Germany. 

Objectives 

□ To further understand the need for cross-cultural training programs. 
□ To examine the effectiveness of American cross-cultural training programs for Gennany. 
□ To gather qualitative and quantitative information, in order to improve current American cross-cultural 

training programs for Germany. 

Methodology 

Method: 
Instrument: 

Sample: 
Pmicipants: 

Survey 
Web-based Questionnaire. The questionnaire is composed of11 questions (closed and 
open-ended questions). · 
Random and Purposive. , 
212 individuals who are employed by organizations from the Midwest that conduct 
business with Germany. 
Particpants were informed of the research by means of an on-line consent form. Issues Ethical 

Issues: concerning anonymity were addressed. Additionally, this research has been approved by the 
University of Wisconsin - Eau Oaire Institutional Review Board. 

~ 
Collection: 

Summary statistics (e.g. frequency counts and percentages) were calculated on the data 
collected from fue closed-ended questions. The qualitative data was reviewed and analyzed. 
Responses that appeared similar were grouped according to common themes. · 
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Results 

□ The respondents indicated 1hat the top reason (35.4%) for sending expatriates to Germany was international 
operations management. 

□ Of the respondents surveyed, 88.9% indicated 1hat 0-25% of their expatriates retum early. 
□ The number one reason that expatriates retum early is "family issues" (46.2%). 
□ The majority of respondents (61.8%) do not provide any form of cross-cultural training for their expatriate employees. 
□ Those companies that do provide cross-cultural training favored utilizing in-house training (57.1 %). 
□ Respondents ranked .. direct vs. indirect communication" as the most important business practice to understand in 

regard to Germany before conducting business there. 

Discussion 

Direct vs. Indirect Communication 
The majority of respondents (35.6%) expressed 1hat direct vs. indirect communication is the number one business 
practice to be aware of before conducting business in Germany. According to Edward Hall (1976), a well-noted 
intercultural communication researcher, cultures and languages can display characteristics of a ''high-context 
culture" or a ''low-context culture." High-context cultures utilize contextual cu~s and indirect communication. 
Low-context cultures prefer direct communication and favor using words rather than relying on non-verbal signals. 
Germ.any and the U.S. are both low-context cultures; however, the Germ.an language and culture are at the farthest 
end of the communication spectrum, on the low-context side. Therefore, many Americans think 1hat Germ.ans are 
often impolite because of their direct nature. Furthermore, Midwesterners would most likely find the direct 
tendencies of the Germ.ans more rude than the average American. because Midwestemers are known for being 
extremely polite and "sugar-coating" everything. 
''If you ask a German the commonly asked American question o~ 'How are you?' rather than responding, 'Fine; a 
German will tdl you exactly how he or she feels in a very direct way ... [also,} people of this nationality have no 
problem telling it like they see it, because being blunt is considered acceptable" (Sabath, 1999, p. 119-120). 

Role of family io expatriate assignments 
Other research on the topic of cross-cultural training suggests that the main reason for expatriate failure (Le. 
returning to the U.S. before completion of assignment) is the inability to understand and adapt to foreign ways of 
living. In fact, it has nothing to do with the lack of technical or professional knowledge (Ferraro, 2002). Although 
10.3% of respondents indicated this same reason for expatriate failure, the majority (4-Q.2%) specified family issues 
as the main reason for expatriate failure. Interestingly, only 15% of companies surveyed provide training for 
spouses and 5% for children. This lack of training could be one reason why the respondents cited family issues as 
the main reason for retuming early. 

Length of expatriate assignments 
A vast majority of respondents (88.9%) pointed out that 0-25% of expatriates retum early. "Family issues" and 
"could not adapt" were among the top reasons for expatriates retuming early. The research points to several areas 
of improvement that could lower this staggering statistic. 
Only 38.2% of companies indicated that they provide cross-cultural training for employees. An increase in the 
amount of training could lower the number of expatriates who retum early. : 
The majority of companies prefer in-house training as the source of training. Although it is possible to offer 
extensive cross-cultural training in-house, the respondents in this study who utilized training £i:oni an outside 
organization offered more extensive training. Companies should consider obtaining training from cross-cultural 
training companies like 'Wmdow on the World. Inc." in Minneapolis, MN or "AcrossFroJiltiers" in New York City. 
Other research on cross-cultural training suggests that by lessening the length of international ai:signments increases 
expatriate success. The average expatriate a~signrnent was 3-5 years a decade ago; today it is less than a year (Voight, 
2001). Many respondents indicated 1hat failure rate was not a problem for their companies because the international 
assignments were anywhere from a month to six months in length. 
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